The purpose of the study is to determine the effect of job satisfaction on employees' burnout. The effect of employees' job satisfaction on their burnout was tested with meta-analysis method which allowed for seeing the results of the independent quantitative research studies between 2005-2016. In total, 48 independent research studies collected and 10177 sample group was obtained. The results of meta analysis via random effects model show that employees' emotional exhaustion and depersonalization is affected by their job satisfaction but employees' reduced personel accomplishment is not affected by their job satisfaction. In this study moderator analysis was performed to see the effect level on different occupational groups.
Introduction
Work, which is as old concept as human history, is an action performed by human being to survive and at the same time it is a fact imposing and comprising a huge part of his or her lifetime. Professional life, which has such a strong effect on the life of individual, is still subject to the researches on several counts nowadays. Conducted researches generally focus on the concepts concerning the organizational outputs such as performance, satisfaction, efficiency and success of the employee in the workplace. The term job satisfaction, which is a mixture of the emotional, cognitive and behavioral features and represents the general attitudes of the employee towards his/her job, is at the head of these concepts ( Shields, 2007; Shraibman, 2008 , Willson, 2009 ). In the most general sense, job satisfaction is an indicator reflecting employee's pleasure or displeasure (Brief, 1998; Diener, 2000; Locke, 1976 ) . In other words, it is a composition of the employee's negative and positive feelings with regard to his/her job (Luthans, 1992; Schultz and Schultz, 2005; Verner, 2008) . In organizational literature, job satisfaction is a definition regarding how much s/he feels happiness while working and it is shaped in accordance with the level of meeting the expectations of the employee (Luthans, 1992; Wray, Luft & Highland,1996) .Vagueness of what can make someone happy or whether the same thing making someone happy is also pleasing for anyone else is expressing the difficulty confronted while defining the job satisfaction [ (Wray, Luft & Highland,1996) . Within this context, researches conducted about the relation between job satisfaction and many demographic (De Vaus and McAlliter,1991; Schultz and Schultz, 2005; Siu,2002) and organizational variables (Davis, 1988; Kahn, 1973 ) are commonly encountered.
In the most general sense, the term burnout seen as a syndrome, which is shaped as a reaction of the employees against the dense stress and dissatisfaction in working place, is becoming alienated from working of employee (Cherniss, 1980; Maslach, 1976; Fischer, 1983) . Burnout, which is a negative feeling experienced in working place, is effected by lots of variables (loyalty, confidence, sense of belonging etc.) supposed to be developed by the employee in organization. Burnout, as such a multidimensional term, has subjected to the researches since 1970s and lots of models have been developed about it (Maslach, 1976; Maslach ve Jackson, 1981; Cherniss, 1980; Pines, Aronson & Kafry, 1981; Fischer, 1983) . The pioneer of these models is a model in which Maslach and his friends discuss the term in three dimensions (Maslach, 1976; Maslach ve Jackson, 1986; Pines and Maslach, 1980) . According to this approach, burnout is dealt with in 3 dimensions; i) Emotional exhaustion; it can be defined as to feel extremely flayed in terms of emotions as an employee. This fraying stands out particularly with fatigue, weakness and debility symptoms. This dimension is depicting the condition of the individual's consuming his or her emotional sources (Wright and Bonett, 1997) , ii) Depersonalization; as an employee, embarking on presenting negative attitudes and attitudes unemotionally towards the people who are served by him or her in the line of job (Cordes and Dougherty, 1993) , iii) Reduced personal accomplishment; this dimension is related with the employee's feeling her/himself as incompetent, unsuccessful and ineffective on his or her job (Maslach ve Jakson, 1986 ).
In the literature, it can be seen that the relationship between the employee's burnout and the several variables is tried to be tested (Demerouti, Bakker and Leiter, 2014; Güneş, Bayraktaroğlu and Kutanis, 2014; Montgomery, Todorova, Baban and Panagopoulou, 2013; Polatçı, Ardıç and Türkan, 2014 ). Employee's job satisfaction perception is one of the most important variables. Although there are lots of independent researches conducted for detecting the relationship between job satisfaction and burnout, there is a need for meta-analysis research in order to understand the strength of the effect between these two variables. Because the results of the researches are variable, this makes it compulsory to assess all the researches as a whole. In this sense, the basic aim of this study is to investigate the effect of the employee's job satisfaction perception on the burnout with a meta-analytic analysis. With the aim of achieving this goal, hypothesis below were tested; H 1 . The job satisfaction perception of the employees has an effect on the emotional exhaustion in a negative way.
H 1a . The type of the job is a moderator for the effect of job satisfaction on the emotional exhaustion.
H 1b The type of the scale used for measuring the effect of the job satisfaction perception of the employees is a moderator for the effect of job satisfaction on the emotional exhaustion.
H 2. The job satisfaction perception of the employees has an effect the depersonalization in a negative way.
H 2a . The type of the job is a moderator for the effect of job satisfaction on depersonalization.
H 2b The type of the scale used for measuring the effect of the job satisfaction perception of the employees is a moderator for the effect of job satisfaction on the depersonalization.
H 3 The job satisfaction perception of the employees has an effect the feelings on personal achievement in a positive way.
H 3a . The type of the job is a moderator for the effect of job satisfaction on the personal achievement feeling..
The type of the scale used for measuring the effect of the job satisfaction perception of the employees is a moderator for the effect of the job satisfaction on the personal achievement feeling.
Method

Research Pattern
In this study, the effect of the employees' perception on the burnout was tested by meta-analysis method which provides the opportunity of seeing all the thing as a whole by combining lots of independent quantitative research results (Lipsey ve Wilson, 2001 ).
Review Strategy and Criteria for Including/Excluding
In order to specify the researches that will be included in the meta-analysis, firstly literature review was conducted in the databases YOK and ULAKBIM in which the researches of Turkey are stored. Additionally, literature review was performed in Google Academic and EBSCO databases. The deadline for the researches including in the study was 10 January, 2016. Specified criteria for inclusion are stated below;
• The studies were conducted between 2005 and 2016.
• The studies include statistical information required for correlational metaanalysis (n and r scores).
• The general score of the job satisfaction scale was to be calculated.
• Sample group was to be within the borders of Turkey.
• For articles, to be published in the refereed journal.
In order to access to the job satisfaction and burnout studies conducted in Turkey, literature review was conducted in the search engines of the databases by using burnout, job satisfaction, job content, depersonalization, emotional exhaustion, reduced personal accomplishment terms. According to the results of the enquiries conducted in the light of the criteria shaped by the study, it was understood that there were 48 independent studies which include the data allowing the meta-analysis. Descriptive statistics regarding the researches included in the meta-analysis were presented in Table1. 
Data Analysis
The effect magnitude obtained from the meta-analysis is not a standard scale used for identifying the strength and the direction of the relationship in the study (Borenstein, Hedges, Higgins ve Rothstein, 2009) . As the effect size, Pearson correlation coefficient (r) was calculated in this study. This effect size is used for calculating the direction and the quantity of the relationship between two independent variables. In meta-analysis model, there are two basic models; i) fixed effect model and ii) random effects model. While deciding which model to use, which model's prerequisites are provided by features of the researches included in the study is taken into account (Borenstein, Hedges, Higgins ve Rothstein, 2009; Hedges ve Olkin, 1985; Littel, Corcoran and Pillai, 2008) . While fixed effect model estimates a single effect commonly expressed for every study, random effects model estimates the average of the effect's distribution in the researches . ( Borenstein, Hedges, Higgins ve Rothstein, 2009; Hedges and Olkin, 1985) . Considering the aforementioned features as a whole, it was decided that using the random effect model is more appropriate for this study. Furthermore, regarding the publication bias, Funnelplot method was utilized. Funnel plots belonging to the researches included in the meta-analysis were presented in the research appendix (appendix 4). In the figures, there was no prove observed for the existence of any effect connected to the publication bias in the researches included in the meta-analysis (Littel, Corcoran and Pillai, 2008; Shadish, Hedges and Pustejovsky, 2014) . For the data analysis, Comprehensive Meta-Analysis Program and Microsoft Excel were utilized.
Results
The meta-analysis results demonstrating the effect of the job satisfaction on the level of employees' emotional exhaustion were presented in Table 2 . Findings totally supported the Hypothesis H 1 suggesting job satisfaction effects the employee's emotional exhaustion. According to the random effects model, the level of effect (r) between the employee's emotional exhaustion and level of the job satisfaction was calculated as -48. When this value was assessed in terms of the effect classification. (Cohen, 1988; Thalheimer ve Cook, 2002 , it showed that employees' job satisfaction perception effects their emotional exhaustion negatively and large. This finding is important because it shows that the increase of the job satisfaction perception will decrease emotional exhaustion considerably.
Findings didn't support the hypothesis H 1a stating the different job of the employees have a moderator role between the level of job satisfaction and emotional exhaustion. Regarding the job type variable, effect difference (Q b = 8,73, p> .05) was found statistically insignificant. This finding showed that the performed job didn't create any difference on the negative relation between job satisfaction level and exhaustion of all the employees. Because moderator analysis can be seen as a sub-group analysis, the effect levels of the occupational groups included in the study can be observed from Table 3 one by one. According to that, this effect level is -41 for the teachers, -40 for the academicians, -47 for call centre employees, -71 for bankers, -43 for doctors, -56 for referees, -50 for hospital employees, -48 for airport employees, -49 for nurses, -48 for eventide home employees, -48 for blue-collars. For all occupational groups, these effects' level is negative and large.
As it can be seen from the Table 2 , findings didn't support the hypothesis H 1b stating that different job satisfaction scales used in the researches play a moderator role on the effect of employees' job satisfaction levels on their emotional exhaustion. Regarding used scale variable, the effect difference (Q b = 4,41, p> .05) was found statistically insignificant. This finding showed that different job satisfaction scales used in the researches included in the study resulted similarly and they didn't create any statistical difference. This signifies that aforesaid scales are working harmoniously. At the Table 3 , meta-analysis results showing the effect strength of the employees' job satisfaction perception on depersonalization were presented. Findings supported hypothesis H 2 suggesting that job satisfaction effects depersonalization of the employees. According to the random effects model, the effect level (r) between employees' depersonalization and job satisfaction level in Turkey sample was calculated as -29. This value showed that employees' job satisfaction perception for their jobs effects their depersonalization in a negative way and with medium level. The results of the analysis can be read as if employees' job satisfaction perceptions increase, their depersonalization will decrease.
Findings supported Hypothesis H 2a stating that different jobs performed by the employees have a moderator role between their job satisfaction and depersonalization. Considering the job type variable in the conducted moderator analysis, effect difference (Q b = 22,17, p< .05) was found significant. This result showed that the effect of the employee's job satisfaction level on their depersonalization differentiates according to the kind of the job performed by the employee. According to this result, this effect level is -,14 for the teachers, -,34 for the academicians, -,40 for call centre employees, -,37 for bankers, -,37 for doctors, -,03 for referees, ,35 for hospital employees, -,38 for airport employees, -,32 for nurses, -,35 for eventide home employees, -,35 for blue-collars. For all occupational groups, this aforesaid effect level is negative oriented and in broad level. When it is scrutinized in terms of effect levels, the effect of the job satisfaction on the depersonalization is low and insignificant for the teachers and referees, it is broad for call centre employees, it is moderate and statistically significant for all of the other occupational groups. This finding demonstrated that the effect of the job satisfaction on the depersonalization differentiates for the different occupational groups.
As it can be seen from the Table 3 , the results obtained from the analysis didn't support the hypothesis H 2b arguing that different job satisfaction scales used in the studies plays a moderator role between the employees' job satisfaction level and their depersonalization. When the used scale variable was concerned, effect difference (Q b = 4,47, p> .05) was found statistically insignificant. This result showed that different job satisfaction scales used in the studies included in meta-analysis produce similar results and they don't cause any statistical difference. Meta-analysis results indicating effect strength of the employee's job satisfaction perceptions on their personal achievement feeling were presented at the Table 4 . The findings didn't support the hypothesis H 3 suggesting that employees' job satisfaction effect their personal achievement feeling. In respect of random effect model, in the Turkey sample, effect level (r) between the employees' job satisfaction levels and decrease of their personal achievement feeling was calculated as -07. This value demonstrated that employees' job satisfaction perceptions for their work has a low level effect on their personal achievement feeling. From this result forth, it was understood that there is a statistically insignificant relation between job satisfaction and the decrease of personal achievement feeling.
Findings supported the hypothesis H 3a stating that different works performed by the employees play a moderator role between their job satisfaction and personal achievement feeling. In the moderator analysis conducted, when work type was regarded, effect difference (Q b = 71,17, p< .01) was found statistically insignificant. This finding showed that the low level relationship between job satisfaction level of the employees and their personal achievement feeling differentiates according to the occupation which they perform. When it is assessed in the basis of occupational groups, this effect level is ,01 for the teachers, -,15 for the academicians, -,25 for call centre employees, ,12 for bankers, 35 for doctors, -,14 for referees, ,23 for hospital employees, ,22 for airport employees, ,26 for nurses, ,39 for eventide home employees, ,06 for bluecollars workers. When it is assessed in terms of effect levels, the effect of the job satisfaction on the depersonalization is low and statistically insignificant for teachers, academicians, bankers, referees and blue collar workers. This effect is at the mid-level and negative oriented for the call centre employees. For the hospital employees, airport employees and nurses, it is mid-level and positive oriented. For the eventide home employees, this effect is large and positive. These findings are important in terms of showing that the effect of the job satisfaction on the personal achievement feeling has different effect on the different occupational groups. As it can be seen at the Table 4 , the findings obtained from the analysis didn't support the hypothesis H 3b stating that different job satisfaction scales used in the researches play a moderator role between employees' job satisfaction levels and depersonalization. When the used scale variable was considered, effect difference (Q b = 3,27, p> .05) was found statistically insignificant. This finding presented that different job satisfaction scales used in the researches included in the meta-analysis shows the similar results and they don't cause any difference in statistical sense. 
Discussion And Suggestions
Meta-analysis findings obtained from the studies reached within the scope of the study showed that employees' job satisfaction level has a large and negative oriented effect on their emotional exhaustion. This finding is important in terms of showing that increase of the employees' job satisfaction makes emotional exhaustion decreased when mode of scoring of the scales by which these aforesaid terms were measured is regarded. High job satisfaction which means having a positive attitude towards the job or loving the job (Locke, 1976; Luthans, 1992; Wray, Luft & Highland, 1996) can reduce the appearance possibility of some symptoms such as fatigue, weakness and lassitude in the workplace by decreasing the employee's emotional exhaustion. Being supported by meta-analysis which is a higher level method, this relationship executed by personal studies (Becker, Milad & Klock, 2006; Sarros & Sarros, 1987; Scanlan & Still, 2013 reveals the importance of the actions. Since high level job satisfaction means employee's healthy occupational life in terms of physic and soul. Additionally, this meta-analysis study is important in terms of revealing whether this effect of job satisfaction on the emotional exhaustion changes according to the profession or not. The findings obtained from the moderator analysis showed that the different effect levels of the occupational groups included in the study are statistically insignificant. It was seen that job satisfaction has a negative effect on the emotional exhaustion for all the occupational groups. With all that, it was seen that different job satisfaction scales used in the independent researches gave the same results and didn't cause any difference in statistical sense. This is also important in terms of showing that aforesaid different job satisfaction scales measure the similar quality.
Findings are showing that depersonalization, which is a different dimension of exhaustion and means doing what is necessary for one's job emotionlessly (Cordes and Dougherty, 1993; Pines and Maslach, 1980) is also effected by the job satisfaction. The meta-analysis result showed that job satisfaction has a negative oriented and mid-level effect on the employees' depersonalization. This result also showed that the negative attitudes, which appear with the symptoms such as humiliating, underestimating or behaving in a rude way towards the people to whom they serve in the workplace, are effected by the job satisfaction. It showed that as the job satisfaction increases, the negative attitudes could decrease remarkably. However, it is understood that the job kind has a moderator role on the aforesaid effect. The findings of the moderator analysis remarked that the negative effect of the job satisfaction on the depersonalization of the employees differentiates according to the performed job. It was understood that for all the occupations except from teachers and referees the effect of the job satisfaction on the depersonalization is statistically significant. It was assessed as this condition could be rooted from the nature of the occupations. As an example, when it is considered that the teachers' approaching to their students in a emotionless way may create much more negative results for the sake of their occupation, teachers may not present attitudes in the context of depersonalization whether their job satisfaction decreases or increases. This argument should be supported by qualitative researches. Furthermore, it was understood that this job satisfaction scale which is also used by the exhaustion dimension gives the similar results and is not a moderator.
Results showed that job satisfaction has a statistically insignificant effect in terms of the reduced personal achievement sub-dimension. By contrast with other dimensions, employees' job satisfaction perceptions didn't reveal a statistically significant effect on their personal achievement feelings. It was assessed that scoring mode of substances which forms the third dimension of Mashlach exhaustion inventory might have a role in this finding. In contrast with others, the items forming this dimension need to be scored conversely. This condition was not regarded for some researches included in the metaanalysis and this might cause this effect level to be found statistically insignificant. Correlation values reported by the researches participated in the meta-analysis are positive in some studies and negative in the others. What is expected is that aforesaid relation is positive oriented. When the researches which are positive in some studies and negative in others were combined with meta-analysis, they neutralized each other.
However it was assessed that this scoring type was overlooked in the researches; their accuracy was admitted because of the fact that research reports was subject to the scientific referee process. Furthermore, reported correlation values were directly included in the analysis in accordance with the scientific ethic rules. Moderator analysis findings showed that job type causes statistically significant difference in that effect level. Moderator analysis findings demonstrated that job satisfaction has a positive and mid-level effect on the personal achievement feeling for the doctors and eventide home employees. According to this finding, when the doctors and eventide home employees' job satisfaction increases, their personal achievement feeling increases, as well. In terms of this dimension, it was also seen that the used job satisfaction scale doesn't cause any statistically significant differentiation. Through the findings obtained as a result of the analyses, suggestions can be listed as follows;
v It was seen that in some of the researches reached in the extent of this study, (r) value and sample number of the groups were not reported. In that sense, the researchers should report the findings providing an opportunity for metaanalysis in their studies. Therefore, their studies will not be only one research finding. v If the researches are using Maslasch's burnout inventory, they should be more careful in scoring the items related with the personal achievement feeling decrease dimension which is the third dimension of the aforesaid inventory. Especially in the rational and correlational analysis with the other independent variables, to scoring this dimension has a great importance. v Similar meta-analysis researches should be done in order to specify the other predictors of burnout. v Quality studies should be done in order to understand the defining and predictor effect of the employees' job satisfaction perception. v Against the burnout symptoms which may appear in work place, the headmasters or the employers should take precautions to increase the job satisfaction of the employees.
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